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as tea. .e.bers rotate a.one tasks. Strong employment security, regular Nage 
advances, extensive fringe benefits, and status promotions, indicative of 
strong "internal- labor markets, help maintain this continuity. However, small 
enterprises, which account for most employment, do not share these character- 
istics and instead rely heavily upon "externaV' labor markets for finding work 



skills. 



Recent studies of employment tenure in Japan and other countries do not 
strongly support the Idea that "lifetime employment" is more prevalent In Japan 
than elsewhere. Rather, they .how that continuous employment with a single 
fir. has been longer for younger workers in Japan than In most other advanced 
Industrial economies. It has been less for older employees. "Middle-length- 
employment (5 to 20 years) seems more prevalent In Japan. It 1. this which may 
Men support the notion that Investment m skill formation Is greater In Japan 
than elsewhere. How much greater 1. a question In need of further research. 

Relative to population, "high level" professions and occupations-school 
teaching, science and engineering, medicine, etc. -recently have come abreast 
of other advanced Industrialized countries. Also, since 1958. govern.ent-run 
testing and licensing for the highly skilled manual trades. Including certify- 
ing Instructors, have become widespread. 

After decades of emphasizing training for young workers. Japan now faces a 
growing problem of retraining (and employing) larger numbers of older workers, 
■any of whom have "retired" fro. previous careers. Programs for career 
planning are growing a. well a. attempts to restructure work and compensation 
to accommodate older worker.. Dramatic demographic and technological change 
■ay call for Important .hlft. amy from the emphasis on new school graduate, 
and are apt to enUU Increa.wl flexibility In achool curricula, preparation 
for occupational specializations, and mobility in labor markets. 
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Introduction 

This study is an overview of the relationship in Japan since the 1950' s 
between formal educational attainment and employee skill development in paid 
employment. The first part of the study examines this relationship in the 
transition from formal schooling to the world of work. The second part deals 
with the process of skill formation and accumulation in the careers of 
employees once that transition is completed. For a major, perhaps 
overwhelming, proportion of the occupied population since the 1950' s formal 
education in Japan has played an indirect but important role in providing a 
base for skill formation and acquisition in paid work. It appears to have 
been highly significant for recruitment, assignment to training opportunities, 
compensation and promotion, and retirement. Probably, of even greater 
importance in skilUng the labor force has been direct on-the-job experience 
itself. Yet, this is likely to change in the future as formal education 

becomes increasingly relevant for direct acquisition of work skills, 

especially if the educational system undergoes "reform" in that direction. 

Uvels of Educational Attainment 

In recent decades, the occupied population of Japan breaks down by level 

of education as follows (rlCA, 1984, p. 63): 

Compulsory Education Secondary Education Higher Education 

^"'"^ (12 Years) (u or more years) 

I960 68.7X 23.0Z 



1970 54.9 
1980 38.4 



6.6Z 

33.1 10.6 
42.9 17.5 
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The percentage of working people with higher education (including technical 
schools beyond high school, two-year junior college. 4-year university, and 
graduate school) shown above appears low by standards one would associate with 
Japan's reputation as a country of high-quality human resources. For 
comparison, in 1980. 18.8 percent of the U.S. population 25 years or older had 
received 4 or more years of college education. If people with 1-3 year., of 
college education are added, this raises the percentage of people with higher 
education in the U.S. to more than 30 percent (U.S.. 1985. p. 134). 

The college enrollment rate in Japan increased rapidly in the 1950s and 
1960s. It peaked at 38.6 percent in 1976. In the 1980's. this high college 
enrollment rate is not yet fully reflected in the composition of the labor 
force by education. Given time, however, as older. less educated members of 
the labor force retire, the proportion of the labor force with higher 
education will eventually converge on the college enrollment rate which, 
despite slight decreases after 1976. still remains high at more than 35 
percent. (Japan's college enrollment rate is defined as the ratio of all new 
college student. i„ a given year to all boy. and girl, who completed 9-year 
compuLory education three years earlier. Since the attendance rate during 
compul«,ry education is almost perfect in Japan, this way of calculating the 
college enrollment rate is almost identical with the ratio of all new college 
students to all 18-year olds. One complication is that nearly 30 percent of 
the new college students have spent a year or more after high school in 
preparation for college admission. But so long as the rate of delayed college 
entry remains constant, the enrollment rate as calculated is a good way of 
relating the cohort of 18-year olds to those who eventually go to college from 
among them.) 
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Table 1 presents the 1980 data on enrollment, graduation, and employment for 
three levels of education: compulsory (9 years),' secondary (+3 years), and 
higher (+2 or more years). "Persons whose highest education attained is 
compulsory (secondary, or higher) education'! mentioned in the table are the 
graduates of compulsory (secondary, or higher) education ;*ho did not advance 
to the next higher level of education upon graduatioa. Graduation was in 
March 1980, and the Ministry of Education survey was conducted on May 1, 
1980. If the enrollment structure of 1980 continues in the future, the 
distribution of Japan's adult population by level of education by the early 
2000's will be substantially like what is shown in Table 1, Column B in 
parentheses, for the distribution of graduates by terminal level of education. 
This means that nearly 40 percent of the adult population in the future will 
have had a college education of 2 or more years and that nearly 95 percent 
will have had at least 12 years of education through high school. This is a 
remarkable achievement, considering tb-^ optional nature of high school 
education in Japan. Even this is an underestimate of the educational lev^l of 
these Japanese. It is based on ihe formal track of education without taking 
into account additional non-formal education people can take advantage of 
(such as "miscellaneous" and "specialized" schools to be described later). 

Further historical and cross-national perspective of Japan's educational 
attainment may be seen in an index of human resource development, originally 
devised by Harbison and Myers (1964, pp. 45-48). In applying this measure to 
Japan, Uvine and Kawada (1980, pp. 50-83) estimated '"composite" indexes of 
Japanese educational levels as they rose from 1885 to 1975, including and 
excluding enrollments in "miscellaneous", or quasi-secondary, schools. 
Extension of these measures to 1983 show additional gains, but again, as 
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T«bl« I. The Dljcrlbucion o( Gt;«u.itcs of Mar-h loan i. ... . 



L«vel of Education 

1. Compulsory eJucacton completed 

2. Advanced co high school 

3. Compuliory highest ("1-2) 

4. High schoul cofflpleCed 
3. Advanced Co college 

6. High school highest (-4-5) 

7, Junior college gradunces^ 
H, UnlvcrslCy ^sraduatcH*^ 

t, 2 or mure ye.iri of collcc 

10. All graduates excluding chose 
advanced Co nexc scauc 
(-3+5*9) 

1 



. (B) 

Enployed by 
Ail graduacet May 1930 

(in Chouaanda^ (in chouaanda) 
1,723 



1.623 

100. 
(6.2)'' 

1,399 

446 

953 . 
(59.1)- 

178 

379 

057 
(34.6)-* 

l.filOj 
(lUO.O) 



67 . 
(6.1) 



600 . 
(54.5)' 



433 . 
(39.3) 

1.100 , 
(100.0)- 



(C) 
Cmployv 
raeio ( 

iZ 



67 0 



63.0 



77.7 



75.3 



Two years above high school. l„des ,.r.i.luati.« nf k ^ 

which aJmlc sciidcncs flnlHhl.K 9 yc-ir. ''L °^ 5-year technical colleges 

figures for Rows 3 , 6 and 9 under Column, (a) and fa) .1 
percentages of chose for Row 10. ° expressed as 

Source: Mlnlscry of Education, Monhu t~kol voran IQflS (au . 

Statlsclcs 1985), pp. - - ^Abstracts of Education 
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earlier noted, there has been a levelling off since about 1980. The 
"composite" measures comprise the sua of (1) enrollment at the secondary level 
of education as a percentage of the 15-19 age group and (2) enrollment at the 
tertiary (higher) level of education as a percentage of the 20-24 age group, 
multiplied by a weight of 5. With and without enrollments in "miscellaneous" 
school, included, these measures rose very rapidly after 1945. in contrast to 
somewhat .lower growth prior to World War II. (Of course, the rise in the 
indexes i. reflected in the labor force some years later.) By 1950, if not 
earlier, according to either index, Japan clearly had risen into the ranks of 
the sixteen advanced national economies as defined by Harbison and Myers 
(Levine 4 Kawada, p. 85). Japan today is close to the top of those countries, 
although .till trailing the United State, a. of about I960 (without including 
qua.i-.econdary education.) 

Table 1 also .how. the di.tribution of the March graduate, who found job. 
by May 1, 1980, by level of education. The relation.hip between Column. A and 
B roughly indicate, how the structure of the working-age population tran.late. 
into that of the employed labor force, both by level of education. The two 
structures are similar to each other. The employment ratio (that is, the 
ratio of the graduates employed by May 1 to the March graduates less tho.e who 
have moved on to the next higher .tage of education) is highest for college 
graduate, and lowe.t for high .chool graduates. However, there is a 
statistical problem here with respect to high .chool graduate.. Many of those 
"ho did «,t enroll in college immediately after graduation from high school 
did .o a year or two (or even more) later. In Japan, tho.e who make a .mooth 
tran.ition from high .chool to college account for only 76 percent of new 
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college entrants (MOE. 1980). The remainder are the students who failed to 
pass the entrance examination at their first try' and succeeded in getting in a 
year or two (or more) later. (More on this later.) High school graduates can 
• 1«, choose to enroll i„ culturally or voci^tionally oriented non-formal 
.chools for a year or more before seeking employment. After subtracting these 
I high school graduates who are preparing for the next round of college entrance 

! ex«.i„ations (most of them enrolled in preparatory courses at non-formal 

.chools) and those wIk, are enrolled in vocational courses at these schools, 
the high school graduates' employment r.tio should be much higher than shown 
in Table 1. This point will become clearer when the cilices for youth after 
compulsory education are discussed later in this paper. 

For some years. Japan has stabilized the enrollment structure by level of 
education. According to the year-to^rear statistics, the college enrollment 
rate .peaked at 38.6 percent in 1976." Subsequently, it has been decreasing 
(35.6 percent in 1984). The high school enrollment rate peaked at 94,3 
percent in 1981 and tapered off. Thus in the late 1980s, young Japanese in 
the labor force «,uld be distributed by terminal level of education as 
follows: about 6 percent with c .pul«,ry education. 56-59 percent.with high 
.chool. and 35-38 percent with college. Provided the school enrollment 
structure by level of education remained stable, this would be the structure 
of the entire labor force by level of education a generation later. 

Interestingly, the peaking of the college enrollment rate in 1976 and its 
.ubsequently decline have occurred in close parallel to the end of Japan's 
••miracle growth" in 1973-75 and its transition to low growth at rates half as 
high. This apparent correlation between slowdown in economic growth and the 
.tabili«.tion of enrollment in higher education is a product of complex 
relationships between economic growth and demand for education (Kaneko, 
^ 1984).. One can think of two kinds of demand for education: as a consumption 
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good and a, an investment in hunuin capital. By enriching households, economic 
growth enables them to buy more goods and services, education being one of the 
services households want to buy. Public opinion polls about reason, for going 
to college reve.l the same motivation as thfe "demonstration effect" on the 
household demand for consumer good. ( Iwauchi et £l . . 1985.. pp. 119-120). By 
requiring more .ophi.ticated technology. . growing economy also needs 
higher-quality human re«,urce. to go with the changing tech«,lo8y. Firm., 
then, are willing to pay differential, for higher education, justified by 
higher productivity to result from better tech«,logy and higher-quality human 
re«,urce.. On the other hand, .ome (if «,t all) people consider education a. 
•n inve.tment and wonder whether the differential income that more education 
bring, about ju.tifie. the cost of obtaining that additional education. 

Table 2 show, a recent example of calculation, of rate, of return on 
inve.tment in college education for ^male employee, in manufacturing firms 
(MOL. 1981). Interest rate, on one-year time deposit, are also noted for 
comparison. Thi. table .how. a declining trend i„ the rate of return on 
inveatment in college education. (According to Umetani (1980). the declining 
trend started i„ the early 1950..) Compared to the interest rates on s .vings. 
college educaton may have been a sound inve.tment earlier but has of late lost 
it. attractivene... The calculations for Table 2 .how the .tandard formula 
that equates the present value of all future earnings of college graduates 
over and above the earnings of high .chool graduates to the present value of 
foregone earning, and direct educational expenses of college years. The 
college year, are a..umed to be from 18 through 21 years of age (for 4 
years). This assumption is perhaps too rigid and likely to result in an 
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Tablt 2. Rates of Return on lavest nc.it In Uolveralc • Education 
for Male Employees In manuf actariiijr, To al and b> Size 
of Enterprise, Selocte.i Ye.irs, l9t'i-80 (Z). 



Site of -J 

Rnterprlse 


1966 


Vijn 


V)76 


1978 


19fi0 


Total 


«.2 


7.'} 


6.4 


5.7 


2 


1,000 or iiMr« 


9.0 


7.9 


6.5 


5.7 


.1 


100 - 999 


s.o 


5.9 


A. 9 


4.4 


4.0 


10 - 99 




4. 'J 


•'..6 


4.3 


3.9 


Int«re)it 
rat«s on 
one-year 

tlepoelts 


3.7 


(t.O 


6.75 


4.5 


7.5 




1 omplitvfi". , 











Soi-Tce.: Min.stry of L.hor. K.uu;juk^;Uo (White Paper on t-abor 1981). 

p. I... lnten-.Ht raos arc tn.;o the Bank of Japan. Kctzal 
,tok..l nenim (Annn.il Ko.momlc Kcport). VfirlouB year!. 
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underestimate of the college cost, for two reasons. (1) In any year, 
one- third of college freshmen do not come directly from che same year's high 
school graduating class but have spent a year or more after high school 
preparing Zor the college entrance examinations. The costs of the preparatory 
period should be charged to the college costs. (2) Not all, but only 76 
percent of a given year's entering cohort graduates from college 4 years 
later. Some of those vho do act graduate may have dropped out, but most 
eventually graduate a year or more later. Those who drop out pose no problems 
for the calculation of the rate of return on'college education, but the longer 
period of college life due to delayed graduation adds to the college costs. 
For these reasons, for more than 50 percent of a given year's graduates, 
college life (from graduation from high school to graduation from college) has 
been 'j years or more. Considerations like these should raise the costs of 
college education and reduce its rate of return. On the other hand, the 
availability of financial aid and employment opportunities reduce the cost due 
to forgone earnings. Reportedly, more than 90% of college students do some 
kind of "atbeit" (part-time work) (Asahi July 30, 1985). 

Although the absolute figures for rates of return in Table 2 are suspect, 
the declining trend observed in these rates seems plausible. There are 
materials that corroborate the declining trend. For example, the earnings 
differentials between workers with and those without college degrees have 
narrowed for all age gruupc over the years shown in Table 2 (moL. 1981, p. 
141). m addition, the profitability of college education differs by si«e of 
firm. In Table 2. it is only the larger firms that show higher rates ot 
return on college education than interest rates on savings. Even there, this 
net profitability occurred earlier, disappearing later. In small firms, 
returns on colUge education have always been inferior to those on savings.' 
This implies that unless college grsduates fini jobs in larger 
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firnii, they can not recoup the costs of investment in college education. 
Furthennore, during the 19708, especially after the Oil Shock of 1973, larger 
firms cut back employment in order to cope with the impact of slower economic 
growth. In some years, many firms passed up^ the recruitment of new college 
gradutes altogether. It appears to have been in response to the long-run 
decline in the rat« of return on college education and the narrowing of 
employment opportunities for college graduates in the 1970s that the college 
enrollment rate peaked in 1976 and decreased subsequently, as observed 
earlier. Of course, this trend has hardly affected the one-fourth of the 
college graduates from public universities, in which tuition and fees f^re 
exceedingly small for the individual student. 

One may generally suppose, then, that in Japan, firms' demand for college 
graduates is closely linked with households' demand for college education, 
although one should also allow for the consumption demand for education in the 
sense that people want and value more education for its own sake. In 
subsequent pages, we will describe how firms' demand for labor, schools' and 
colleges' supply of education, and households' preferences for different 
levels and kinds of education are inter-related in ways basically con..istent 
with how the labor market is expected to work as an allocative mechanism for 
human resources, though subject io the exogenous constTaints on rational 
calculations from social values and belief systems. 

Recruitment of School Leavers 

Japan's alleged "lifetime employment systeof' requires that the new 
recruits come directly out of school or college with no interval of eraployment 
or unemployment. The required articulation between school and work results 
from a period of careful mutual search by employers and students during the 
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U.t .chool year. As explained later, the recruitment process is heavily 
regulated by the law and closely supervised by the Ministry of Labor. It 
takes the employer more than a year to employ new graduates. 

To illustrate the recruitment process with respect to high school 
graduates, the typical employer formulates hiring plan, in January-April for a 
•hare in the March graduates of the following year. (The following 
description of a recruitment schedule draw, heavily on Tsuchiya a978). For a 
more general de.cription. .ee Clark (1979). Rohlen (1974).) I„ May. he 
explain, the plan, to the Public Employment Stabilisation Office (PESO) in hi. 
.rea. I„ June, he fill, out the officially pre.cribed recruitment form, with 
detail, of hi. plan.. By thi. time, he ha. targeted certain high .chool. for 
visit, by hi. recruiters. The.e .chool. tend to be the alma mater, of the 
current employee.. In July, the completed recruitment form, are .ubmitted to 
the PESO for approval. The form, approved by the PESO are copied and mailed 
to the targeted .chool.. Recruiter, are then ready to visit the schools. 
H»«ever. the 1«, prohibits the recruiters to meet students individually. This 
is to prevent unfair pressures that recruiters might bring on the youth whose 
knowledge of the world and whose skills to handle employment contracts are 
still i«aature. The recruiter, only explain their plan, to the .chool 
PUcement officer, and group, of .tudent.. Individual .tudent.. however, can 
vi.it companies on their own for informational purposes. 

In August, the employer .end. out notice, on hiring test., dates, places, 
etc. to the school placement officers. I„ September, the placement officers 
.nd .tudent. file application, for taking the te.t.. I„ October, the test, 
-re admini.tered. Letter, of reference u.ually are also required. The 
results are speedily co«nunicated to the .tudent.. placement officer., and 
PESO.. The .ucce..ful one. are now pro.pective employee.. (l„ case their 
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number falls short of the planned level of recruitment, plans are made for 
additional recruitment.) In November, the prospective employees and their 
guardians are asked to sign tentative agreements to accept the employment 
offers. Although these are still tentative «greements, they carry certain 
legal effects; for example, the employer will be hard-pressed to defend his 
decision to cancel the tentative ofter if an aggrieved prospective employee 
chooses to sue him in a court. After the tentative agreements, however, the 
employer's worry is usually how to keep the prospective employees from 

t 

changing their minds during the next 4 months before they are formally 
employed in April of the following year. The employer uses the pre-employment 
period for the education of the prospective employees by intensive information 
services and occasional interviews. In April, new employees are formally 
admitted to the firm at a grand rite of passage in which all the important 
company officials and the new employees' parents and relatives also 
participate. At this point, the youths who were students a week or so ago 
acquire a totally new status as responsible citizens ( shakaijin ) and company 
employees (kaishaiin)-- or so it is perceived by everyone concerned. The 
implied gravity to the individual of the event of admission to a company in 
Japanese practice can hardly be conveyed by a bland English phrase like 
"getting a job." 

The above process of recruitment also applies to college seniors with 
minor variations in the schedule. A major difference is that college seniors 
are fully grown individuals assumed to be capable of legally binding business 
transactions on their own behalf. They are free to do whatever they want to 
do in search of jobs, while employers are free to work on them individually 
with employment offers, including checking with relatives and friends of 
applicants. A main constraint is that the students still have the school work 
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to finish. Problem, occasionally .rise when students who have found good jobs 
f.il to graduate. Instructors are under pressure from all interested parties, 
including the students themselves, to grant them passing grades so they can 
graduate and work. Wiser students plan easier, failure-proof courses for the 
la.t college year to secure a safe passage from college to employment. Such 
arrangement, may often run counter to the normal cour.e of academic progress, 
however. Although the formal "employment entrance examination." are 
adminiatered on November 1. intensive mutual .earch by companie. and .tudent. 
during the preceding month, will have pretty'well determined .ucce..ful 
candidate, for employment by then. Under the circu«.tance.. the te.t. are a 
-ere formality u.ed a. a .tep toward employment contract, with the applicants 
the company ha. already informally decided to hire (Mat.uura. 1978). 

With respect to college .tudent.. the pre-examination recruitment proce.. 
i. decisive. How early companie. wiht to .tart looking for potential 
employee, at college, depend on the .trength of the demand for high-level 
m-npower. When the demand i. tight, companie. even .cramble for college 
.tudent. in their third year' College, are rated by companie.. while 
companie. are rated by .tudent. and their college placement officer.. 
Student, at highly-rated college, have no difficulty in getting offer, from 
better-rated companie.. I„ thi. way. better human re.ource. are first 
allocated to better organizations. Excellent companies and pre.tigiou. 
univer.itie. are thu. directly linked in their l.bor market function, (demand 
•nd .upply). If one de.ire. a career in an excellent company, one fir.t ha. 
to be admitted to a pre.tigiou. univer.ity. Thu. labor market competition is 
transformed into college entrance competition. 
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On May 1, the Ministry of Education surveys hov the March graduates have 
fared in their transition to a new stage of life. Table 3 shows the results 
of the May 1 surveys for recent years. Nearly 40 percent of the high school 
graduates of March 1984 had found jobs by Ma^r 1. In addition, nearly 30 
percent of the graduates had gone on to college, while about 25 percent were 
enrolled at "miscellaneous" or "specialised" schools (run or supervised by the 
Ministry of Education) or at the public vocational training centers (run by 
the Ministry of Labor) for further training and education. Only about 5 
percent of high school graduates were in the "non-active" category (neither 
working nor going to school - and usually not counted as "unemployed"). It 
appears then that youth made an orderly transition to a new stage of life 
after high school with a minimum of delay and uncertainty. (However, the 
category "enrolled in Qon--formal school or training" is a mixed bag which 
contains many young people who are still uncertain about their life course. 
On this, comments follow shortly.) 

The lower part of Table 3 has to do with che job placements of college 
graduates. On May 1, 1984, nearly 85 percent of the March graduates were 
employed or doing graduate work, leaving about 15 percent in non-active or 
unknown statuses. Some of these non-active graduates may have been 
"unemployed" in the sense that they were still looking for work. On the 
whole, however, one would consider it remarkable that within a little over a 
month of graduation, the placement rates of new graduates were as high as 
shown in Table 3. At this point, the satisfied Ministry of Education stops 
bothering the graduates. They now begin to be watched by the Ministry of 
Labor. 
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Table 3. The Dlstrlb.ic Ion ot Mircli lllgh School and College 
Graduates by Path Chosen, as ot Mjy I of Each Year. I9a0-1984 (2). 



Year 


• 

Advanced Co 
College or 
Graduate 
School 


Enrolled Iti 
Non-f 0rra.1l 
School 01; 
Tr.it !itn>'^' 


KiiiD loved ^ 


Non-acdve 


Oeceasc( 
or 

Unk nov/n 


(A) 


High Schoiil Gradu.iCes (Total - 


JOQl 






1980 


31.9 


20.2 


41.6 


6.2 


O.l 


lOAl 
X7OI 


31.4 


21.2 


' 41.8 


S.4 


0.2 


I /OA 


30.9 


22.0 


•'1I.6 


5.3 


0.2 


1 id J 


H).l 


2/.. 2 


40.2 


5.2 


0.3 


1 QUA 


29.6 


25.1 


39.8 


$.2 


0.3 


/ ■ \ 

10/ 


ColIet<tf Cr-uliiatos 


(Tot.il - 100) 














7I..7 


9.6 




I9Ht 


4.6 




77.6 


9.5 


8.3 


1982 


5.0 






9.4 


7.3 


1983 


5.3 




7rt.O 


9.8 


6.9 


19H4> 


S.7 




/H.S 


9.2 


6.5 


^Includes- Chost* expccci- 


'f to worli will! 


c I'.olng CO echool. 





Meaiu ••miscellaneous" .,...1 "special I ;ncf achoolo under Che Ministry of 
ofTnbir" '^•^^"^"S «nter. of the Mlnl.cry 

'ooe» noc Include working student..; ...no.,,' high •chool graduaces. but 
tncludus medlcnl Internes jau-ig college graduacef. 

•to 

Source: Ministry of Education, Mnnt... t lTkcl y^ran 1985 (Abstracts of 
Educ.1t ion Statistics), p,.. H8-89. 
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Some more comments on Table 3 are called for. The college enrollment 
rates among high school graduates (Column 2) show's declining trend. This is 
part of the declining trend after the peak of 1976. In parallel, one observes 
a rising trend in the enrollment rates for "miscellaneous" ( kakushu ) or 
"specialised" (senshu) schools and public vocational training centers (Cblumn 
3). (Prior to 1980, these school goers and trainees were reported included in 
the "non-active" category.) These schools and centers are outside of the 
regular educational track and often take up the youngsters who are said to be 
less bright than the regular-track students. Some have failed to advance to 
high school, and aone more have later flunked college entrance examinations. 
The "miscellaneous" schools enroll students by course and "educate" them in 
the enrolled course commonly for a year or two. Since 1975 better organized 
"miscellaneous schools" have been upgraded as "specialized schools" and 
strengthened as post-high school institutions of vocational or general 
education. The "specialized school," to qualify for its name, is required by 
the Ministry of Education to offer at least a year- long curriculum with 800 or 
more hours of instruction per year (MOE, 1980, p. 207). This is equivalent 
to full-time course work for an average college student. Tlie "specialized 
school" therefore looks almost like a junior college. In 1984, new entrants 
into 4-year colleges, 2-year junior colleges, and "specialized schools" were 
respectively 416,000; 181,223; and 156,001 (counting only those high school 
graduates who entered these institutions immediately after graduation). Both 
the uon-formal "miscellaneous" and "specialized" schools can also enroll 
younger people with compulsory education only into lower-grade curricula. 
Even college graduates and adults are not denied admission; there are still 
useful skills they can pick up at these schools. 
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The courses offered by the "specialized" and "miscellaneous" schools are 
diverse. The top five courses by enrollment size at the "specialized" schools 
in 1983 were, in descending order, (1) nursing, (2) tailoring, (3) 
preparations for entrance examinations, (4) cooking, and (5) information 
processing. These courses accounted for 48 percent of total enrollment. At 
the ''miscellaneous** schools, preparatory courses vere cost popular, alone 
accounting for 35 percent of total enrollment. Thanks in part to preparatory 
courses at the **specialixed" and **miscellaneous** schools, about a third of 
every year's college entrants come from the ranks of repeaters ( renin ) who 
failed at the first try. The schools offering the prep courses ( yobiko ) are 
often profitable private enterprises. Whether the returns on college 
eudcation justify the stiff tuition and fees for the prep courses is certainly 
a good question in view of the declining trend in the rate of return on 
investment in college education previously mentioned. Nevertheless, it is 
interesting that the demand for improved chances to pass college entrance 
examinations has called forth a commercial supply of training to help attain 
that objective. This is an example of how the training market responds to the 
demand of the labor market. In view of the intensely Japanese phenomenon that 
high school and college entrance competition is a surrogate for labor market 
competition, training in the art of passing entrance examinations is a very 
important step toward a desirable career. In this view, one could also assume 
that the rising enrollments in various courses at the **spacialized" and 
**miscellaneous** schools reflect the economy* s demand for skills that these 
courses offer. 

The public vocational training centers are run by the Ministry of Labor 
(FfOL). They might just as well be called **schools.** But the peculiarly 
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Japanese taste for status differentiation denies the application of the 
"school" title to these centers, reserving it only for educational 
institutions under the jurisdiction of the Ministry of Education (MOE), 
••Education" also evokes a better image than "training/* Thus, the MOL 
training centers ••suffer'* from a status deprivation, even though they are 
perfectly capable of offering vocational ••training^^ comparable to the 
vocational ••education^^ offered by various MOZ ••schools/^ Training at the 
public vocational training centers is offered to youth and adults alike. A 
variety of courses cater to the needs of different kinds of trainees. Fresh 
graduates of compulsory education or high school enroll in basic courses 
which, aside from their emphasis on practice, would look much like thCde 
offered at MOE schools. It is the ••basic trainees^^ fresh out of high school 
who are counted together with enrollees at miscellaneous and specialised 
schools in Table 3. The adult trainees are treated to different kinds of 
training according to their vocational objectives. Some need training for the 
purpose of acquiring national trade certificates inne below). Some want to 
acquire new skills to change jobs. In recent years, t .e ••basic trainees * 
have been a minority of all trainees at the MOL training centers. On the 
average, the ••basic trainees^^ number about 60,000 and adult trainees about 
140,000 (Umetani, 1980; Ishikawa, 1981). 

According to a study of samples of the MOL training centers and the MOE 
vocational schools, there are noticeable differences in participant 
characteristics between the two systems (Odaka, II, 1982). Youth (19 years or 
younger) are a smaller proportion of the MOL trainees (41.8%) than of the MOE 
students (63. OZ). The MOL trainees are predominantly male (83. 8Z), while the 
MOE students are largely female (66. 7X). Among the MOL trainees, those with 
compulsory education only (48. IZ) are a larger proportion than those with high 
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•chool diplomas (45. OX). The percentages are reversed among the MOE students 
(13.4Z against 79. 5Z). The MOL trainees are overwhelmingly training in 
industrial skills and construction trades (88.4Z), while the proportion of the 
MOE students enrolled for these skills and trades is small (13. 9Z), Most of 
the MOE students are young female high school graduates preparing for office 
work or service trades. Both systems' participants want to become 
self-employed eventually. For the time being, they are willing to work for 
wages. But they do not have good prospects for well-paid jobs, which in Japan 
mean employment in large companies. Although more than a fifth of the current 
MOL trainees hope to work for such companies, only 7.7Z of the past trainees 
actually succeeded in getting into these companies. The MOE students show 
higher aspirations (35. 3Z hoping to work for large companies) and better 
results (20. 3Z). Unfortunately, even these trainees or students who have 
succeeded in entering large firms are likely to be treated as "mid-career 
recruits" (chuto saiyosha) and regarded as second-class enterprise citizens 
vis-a-vis the "standard employees" recruited fresh out of regular schools and 
trained at the company expense. 

Japan's so-called "lifetime employment system" in large companies is a 
very carefully guarded institution with highly restrictive criteria for 
admission. The elaborate recruitment process described earlier implies a 
barrier to entry into the fold of lifetime employment. The requirement of 
uninterrupted transition from school or r.o liege to a company in April is a 
minimum condition that must be fulfilled by anyone who hopes to enter the 
"lifetime employment system." Since the "standard employees" (as the 
participants in this employment system are called) start their careers without 
prior job training, the employer automatically assumes the burden of training 
them. The management of initial and continuing training in close parallel to 
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each employee's career progression undoubtedly requires considerable company 
resources. The cost constraints limit the feasibility of the "lifetime 
employment system," making it more or less a function of size and excellence 
of a company, Even in large Japanese companies, the employee coverage of 
lifetime employment is hardly one hundred percent. At best, it is the "core" 
employees that this system safeguards, and the core then is supplemented by 
flexible buffers of non-lifetime uorkers hired (and fired) under various 
shorter-term arrangements (Taira, 1985) - as discussed later. 
Education and Occupa tion; A Sequential Narrowing of Choicea 

At two points in a person's earlier life, setious decisions have to be 
made with implications for the occupational future (Bowman, 1981). (1) At the 
end of the 9-year compulsory education, « person chooses between high school 
enrollment and labor force entry. If the high school path is chosen, further 
thoughts have to be given to school types (public or private, day or night, 
regular or technical, on-campus or correspondence) and curriculum types 
(general or vocational). The decision on the school and curriculum types at 
this point also constrains choices at the end of the 3-year high school 
education. (2) At this second point, the choice is between college enrollment 
and labor force entry. There are two types of college: 2-year junior college 
and 4-year university. Night and correspondence courses as well as 
miscellaneous schools are also available for choice. The outcome of the 
second choice is usually implied in that of the first choice: e.g., advance 
to a 4-year university almost re^iires prior enrollment in the "general" 
curriculum at a regular high school, as will be illustrated by statistical 
data. One unique choice that can be made at the end of compulsory education 
is enrollment in a 5-year technical college ( koto senmon gakko) . which 
combines the equivalent of a high school .„d , 2-year junior college. 
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An unusual rigidity exists in the Japanese school system, although some 
flexibility has been introduced recently: i.e., credits are largely 
non-transferable between schools or colleges as well as between curriculums 
within schools or between departments within^co lieges. Once a path is chosen, 
one has to follow it to the end. There is no way to shift to another path, 
short of starting all over again, when the first choice is later felt to be a 
gross mistake. The difficulty of course correction in school repeats Itself 
as the difficulty of career change. Such difficulties tend to generate a 
dogged determination to stick it out with the first choice till the end of the 
world. A high degree of personal commitment to the first choice, be it 
school, course, or employer, results. 

As soon as compulsory education is over, sex begins to play a 
differentiating role with respect to the educational paths that the boys end 
girls are encouraged to pursue. At high school boys and girls balance roughly 
equally in enrollment, but the sex ratio varies widely among vocational 
courses. At the college level, the junior college is mure than 90 percent 
female, the university largely male, and the graduate school predominantly 
maler Those who enter the labor force also experience different sex ratios in 
different occupations and industries. 

Table 4 shows the 1984 distribution of all high school students by 
curriculum. A little over 70 percent of all students are enrolled in the 
general curriculum. This curriculum is essential for college entrance later, 
although a large proportion of aspirants rre destined to fail at the entrance 
examinations for the colleges of their first choice. For those enrolled in 
vocational curriculums, high school is practically their terminal education. 
Unuaually bright students enrolled in the^e curriculums may succeed in 
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Table 4. The Nuabcr of lll^h School Scudcncs «nd 
Sex Composition by Currlculuo, 1904 







^ Ml Scudeaca 
Oiuaber of Deraons) 


X Pa mil ) A 


Total Enrol Imviit 




•i. 885,913 


49e6 


CiMUTal Currtculun 




3.487.047 


51.0 


Vocational Curriculum 




1.398.866 


46.1 


Agriculture 




152,769 




Fishery 




16,237 


11. 1 


tiiduiiCry 




465,979 


3.7 


Business 




563,181 


70.8 


Home Man.i|;c'menc 




138.256 


97.6 


NurMlit){ 




26,587 


99.8 


Uthers 




25,837 


48.3 



Source: Ministry of Eduction, M.i|.l.u_tnkeLj:^ of 
Education StatlntlcH. PJHO), pp. 54-55 r ^ " 
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advancing to the 4-year university. But if the university is the goal, no 
sensible youngster should enroll in vocational curriculums in the first 
place. The differences in the sex composition of students enrolled in 
vocational curriculums follow a predictable j)attem: boys dominate /ocations 
likely to need physical strength such as agriculture, fishery, and industry, 
while girls dominate, often mDnopolise, business, hooe management and nursing. 

In recent years, 94 percent of boys and girls who finish compulsory 
education advance to high school. This leaves only 6 percent for labor force 
entry. In the 1950s, a great majority of new labor force entrants were 
15-year old boys and girls who had just finished compulsory education. 
Company training programs then were organized with these recruits in mind. 
Now, entry into the labor force with only compulsory education is regarded 
almost anomalous. Companies have already re-adjusted their ne%»-employee 
training programs with high school and college fraduat^s in mind, as expl«ined 
later. 

Table 5 shows what happened to the high school graduates of March 7.984. 
How high school graduates branched out into college, employment, non-formal 
schooling and other statuses was mentioned in the previous section of this 
paper. Table 5 adds some more detail to this differentiating process. 
Although sexes seem balanced in the groun of high school graduates going on to 
college, this is deceptive: men go to 4-year universities and women to 2-year 
junior colleges. Sex is already working against women with respect to the 
allocation of the type and amount of college education. Sex also steers 
female high school graduates into occupations generally considered suitable 
for women: clerical work, sales and services. Male graduates largely become 
blue collar workers (skilled craftsmen, production operatives, laborers. 
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Table 5. The Distribucion of High School Graduates 
by Path Chosen and by Sex, 1984 

All Graduates 

Path Chosen (tmmher of personfi ) % Female 

Total l,Aa2,312 50.4 

Advanced to college: ^439,250 55,4 

4-year university 266,810 31.1 

2-year junior college 168,107 93.8 

Other types of college 4,333 61.8 



Enrolled i:. non- formal 

school or training^ ^ 372,669 

Employed: 2 607.237 



40.6 
53.8 



Professional, technical 18,574 53,0 

Clerical 173,238 86.5 

Sales 110,150 55.9 
Craftsman, product inn 

process workers,. laborer .202,828 39.9 

Services 61,131 o7.4 

Others 41,316 15.3 

Non-active 77,574 48.6 

Decei^sed or unknown 2,694 45.6 

^Means Miscellaneous" and ^'specialized" schools under tlie Ministry of 
Education ^nd the public vocational training centers of th<» Ministry 
of Labor. 

^Include^ working students enrolled in college . 

Source: Ministry of Education, Monbu tokei yoran (Abstracts of Education 
Statistics), pp. 54-55. 

The statistics of the employed are supplemented by Ministry of 
Education, Gakko Kihon Chosa (Basic School Survey), 1985. 
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etc.). Some of them, if employed in large companies, are joining Japan*? 
lifetime employment system, and well developed training "programs" await them 
in these companies. Although lifetime employment is theirs for the taking, 
turnover among them during the first few years is nonetheless rather high 
(Koike, 1983). A tiny percentage of high school graduates (3X) become 
"professional, technical." One only wonders what "professional, technical" 
standards these jobs imply. 

We now more to the college level to which more than a third of our high 
school graduates have advanced. Table 6 shows the distribution of three 
levels of college students by field of specialization together with sex ratios 
by level and field. Many 4-year universities offer all or most of the fields 
appearing in the table, organising them into faculties and departments. But 
2-year junior colleges (some are "junior college faculties" of 4-year 
universities) generally have small enrollments and can offer only a narrow 
range of subjects. Indeed, 75 percent of junior colleges operate on the basis 
of a single curriculum ( gakka ) (Tomita, 1984). A curriculun may be a subset 
of "humanities" like English literature, or a subset of "fine arts" like music 
or painting. A junior college can be started in a small scale with a few 
hundred students enrolled in a few selected courses. Private enterprise plays 
a much lurger role in establishing and operating junior colleges: more than 
80 percent of 500 odd junior colleges are private. (Private enterprise in 
Japanese higher education is generally substantial. Even among 4-year 
universities, a little more than 70 percent of them are private and depend 
mainly on revenues from tuition and fees. Many of them are in financial 
difficulties and subsidized by the Ministry of Education. The graduates 
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of these universities are not as prized by large excellent companies as 
graduates of state or public universities. This generates a squeeze on the 
rate of return on college education for the students of large metropolitan 
private universities: i.e., costs are high, Lut employment opportunities after 
graduation are inferior), %: 

The questioa of "comparable worth" has not arisen yet in Japan, But the 
tradition which steers women to two years of college education and men to four 
or more years is a convenient way of preempting the question. With such a 
clear differential in the amount of education between men and women, lower pay 
for women would appear all too certain. Only this year (1985), Japan passed a 
watered-down law (with no clearcut enforcement requirements or penalties on 
violations except an appeal mechanism) concerning equalization of employment 
opportunities for men and women. In the course of the debate on this 
legislation, the Japanese made it clear that they did not want a 
straight-forward "equality" of employment opportunity, but considered it 
desirable to move in that direction by progressive "equalization," 
acknowledging that the current situation was one of inequality. Thus the 
title of the law: Koyo kikai kinto ho . in which the well chosen work is 
kinto—equalizing or equalization, not "equality." Since it is the belief 
system that motivates boys and girls in different ways as reflected in 
different course preferences and amounts of education between sexe^ long 
before they join the labor force, one would expect inequalities between men 
and women in such limited contexts as workplaces. 

The 4-year university student body is not entirely male. At least nearly 
a quarter of it is female. But, again, female university students tend to 
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enroll in "women's courses" like humanities, home management, education, and 
fin« art*. Social sciences and engineering are the fields which count most as 
desirable backgrounds for successful careers in large private companies. And 
predictably, very few women enroll in these bourses. Graduate school is 
male-*dominated almost to the same extent that junior colleges are 
female-dominated. Even so, "women's fields" have drawn relatively large 
numbers of women. For example, graduate courses in home management remain as 
female as ever. 

We now follow college graduates to their occuptwions. Table 7 shows 
various levels of college graduates in different socio-economic statuses as of 
May 1, 1984. A good majority of the graduates from each level joined the 
labor force, although a small proportion continued t*^ add to their education. 
Of all the employed graduates of three levels of college, more than 95 percent 
are professional, technical, clerical, and sales workers. Blue collar workers 
among college graduates are a miniscule minority (fewer than one percent). 
Despite great increases in their supply, graduates still can avoid blue-collar 
jobs without risking unemployment. This may imply that the technological and 
occupational changes in the Japanese economy create higherrgrade jobs as fast 
as the supply of college graduates increases. Or it may largely be a matter 
of widely shared per caption: e.s., even intrinsically blue-collar jobs which 
college graduates do should not be considered blue collar - at the worst, they 
should be upgraded to "gray-collar." 

In Table 7, it is understandable that a large number of junior college 
graduates who are redominantly women obtained clerical jobs. But more than a 
half of university graduates who are predominantly men also took clerical and 
sales jobs. For male college graduates, however, these occupations are entry 
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jobs which anticipate promotioni to managerial positions in due course. 
According to the Japanese rules of lifetime employment, new recruits on the 
tenure track are deliberately placed in jobs at the bottom of the 
organizational hierarchy with implicit promise that, subject to performance 
and good behavior, they will be rotated out of these jobs into positions more 
worthy of college graduates. Strictly speaking, on May 1 when the survey is 
conducted the employed college graduates would still be going through basic 
training with no job or unit assignments in the company as yet. Occupational 
categories at such an early date would make little sense in view of the 
Japanese employment practices. The techniques of occupational statistics are 
ill-equipped for accomodating the results of such widespread personnel 
practices in the internal Labor markets of companies. 

Nearly a third of junior college graduates obtained "pr<>fe»«ional and 
technical" jobs. Even high school graduates, though much smaller in 
proportion, got such jobs. But "professional" sounds a little too grandiose 
for what one can do after high school or junior college. The Japanese seem to 
have perceptual problems in relation to occupational categories used for 
statistical purposes. The categories are borrowed from America and almost 
empty of real meanings in Japan. Words like "professional" or "technical" 
(senmonteki. gijutsuteki ) carry in Japanese no such nuances of a special 
accomplishment, independence, dignity or prestige as they imply in the 
socio-economic context of English-speaking countries. The word "profession" 
as understood in America has no counterpart in Japanese. Even "job" is hard 
to translate into Japanese. The translation, if done, will not be understood 
in the same way "job" is understood in America (Cole, 1979). Since there is 
no established native meaning to "professional and technical," the category it 
represents is obviously quite liberally defined. Thus persons with such 
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diverse educational qualifications as high school only, two years or four 
years of college, or years of graduate work can be bundled together and called 
"professional and technical" workers. One may perhaps speak of "occupational 
democracy" as a supplement to well-established concepts of industrial and 
social democracy. 

The suspected laxity of the concept of "technical rxirker" (gijutsusha) may 
be seen in the curriculum backgrounds of the workers so classified. For 
example, the "technical workers" with a junior college education include many 
graduates of apparently non-technical curriculums. Although 41 percent of the 
"technical workers" recruited from junior colleges in 1984 had engineering 
backgrounds, other curriculums like social studies and education also supplied 
as many "technical workers" as engineering did (MOE, 1985, p. 84). The 
picture becomes more credible with respect to the "technical workers" who are 
graduates of 4-year universities or holders of graduate degrees. Of the 
"technical workers" who are university graduates, 77 percent came from the 
engineering faculties. Of "technical workers" who hold graduate degrees 
(master's or doctor's), 80 percent took their degrees in engineering. 
Nevertheless, the role of non-engineering backgrounds as sources of "technical 
workers" is still substantial— 20 percent or more. This mixed bag of 
"technical workers" in Japanese occupational statistics cautions against a 
hasty conclusion that Japan produces the largest number of engineers in the 
world and that Japan's enviable economic growth has been due to this large 
supply of engineers. The figures are considerably inflated for the ranks of 
technical workers by ambiguous concepts of technical standards. The data are 
largely useless as a basis for international comparison of relationships 
between economic growth and technical education (Kinmonth, 1985). 
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Some degree of association should be expected between the curriculum or 
faculty backgrounds of college graduates and the kinds of jobs they took after 
graduation. In the spring of 1984, nearly 87 percent of the humanities 
graduates of 4-year universities became tea<;.her8, clerks, and salespersons. 
(No separate table is shown for these percentages in th^s paper. These are 
calculated from MOE, 1985, p. 94.) Hore than 90 percent of the social science 
graduates took clerical and sales jobs. These are the entry jobs for the 
future managv«rs and executives. (While there is an occupational class 
managerial and administrative employment in Table 7, it is not likely that 
college graduates can become functional managers within a month of 
graduation.) The science graduates' occupational concentration was highest in 
"technical" work (52 percent), followed by teaching (24 percent). Nearly 90 
percent of the engineering graduates were employed as "technical" workers: 
this is the closest association of all the relationships between the faculty 
graduated from and the job taken. Nearly 80 percent of the education 
graduates became certified teachers. Interestingly, the home management 
graduates spread out all over with the highest concentrations in clerical work 
(36 percent) and teaching, certified and uncertified, (26 percent). The fine 
arts graduates joined teaching and "others," together accounting for 74Z. 

In relation to the Japanese employment system, the groups of college 
graduates to watch are the men, who are statistically in clerical and sales 
work. These statistical categories for college graduates reflect the initial 
training and testing stages of managerial candidates. It is generally assumed 
that all male graduates of four-year colleges should eventually attain at 
least middle-level managerial positions like section manager. With the 
increase in the number of college graduates, this assumption becomes less and 
less tenable. In 1970, the proportion of 50-54 year-old men with college 
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degrees who vere managers and executives was 37 percent of this age-education 
group. In 1979, this proportion was down to about 30 percent (MOL, 1981, p. 
109). This was due in large part to the proportionately greater increase in 
the nuaber of men with a college education in that age group. The supply of 
managerial positions increases by a different logic from that which governs 
the supply of college-educated people. In recent years, the discrepancy 
between the two has become a great managerial problem. Companies have been 
looking for ways to match promotions with the available managerial positions 
without at the same time hurting or demoraliting those not promoted. One 
solution is to create "staff specialists" outside the line hierarchy with pay 
and prestige comparable to what their peers promoted to managerial positions 
enjoy. The basic philosophy here is that the promoted and the non-promoted 
are equally eligible for the managerial positions by such objective criteria 
aa age and education and that the decision to promote ?ome, but not others, 
runs the risk of errors in judgment which unfairly injure the non-promoted. 
The unhappiness of the non-promoted and the less-than-enthusiastic support of 
many employees for promotion criteria other than age and education have 
adverse effects on the efficiency and morale of the entire company. (The 
suspicion of nepotism is perennial). This implies that the efficiency and 
morale of the company depend to a large degree on how well the non-promoted 
are treated! Thus the solution, which goes back several decades in some 
enterprises, arises in the form of comparable pay and prestige for the 
non-promoted vis-a-vis their promoted peers. In 1981, 36 percent of large 
Japanese companies had already installed the specialist programs. Most of 
these programs were introduced in the period after the Oil Shock of 1973 when 
extensive employment adjustment was needed (MOL, 1981, p. 139). 
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If those "specialists" are just as qualified for managerial positions as 
their peers who actu*lly became managers, this implies that a company is 
hoarding an excess supply of managerial resources (i.e., in-house 
"unemployed"). This excess supply dampens the rise in managerial compensation 
just ar unemployment in the labor market dampens wage increases. Indeed, 
between 1965 and 1981. in establishments employing 500 or more employees, the 
average salary of ther non-managerial personnel in the age group of 40-43 
years rose from 52 percent to 70 percent of the average salary of the division 
manager. The differentials among managerial levels also narrowed (mOL, 1981, 
p. 137). This is part of the story that the rate of return on college 
education has been declining as a long term trend. As the ranks of eligible 
and actual managers swell, as the better educated younger employees grow 
older, the resources for managerial compensation must be spread thin over 
larger numbers of educated employees over 40. 

The Japanese employment system thus embraces a peculiar logic of 
"comparable worth" among the college-educated men and at the same tine reduces 
the race of return on college education on the average. This may be lauded as 
an achievement of industrial democracy of postwar Japan. But this probably 
cannot continue for long. Sooner or later demand for differential pay and 
privileges *ill arise from individuals who are brave enough to claim their 
"superior worth", especially if they threaten to leave for other employment. 
The companies also may have to turn their attention to the problem of 
underutilisation of superior abilities. This may require some new philosophy 
which, for example, condones the notion of the survival of the fittest in 
career competition and implies a move away from the view of a company as one 
big family, with the prospect of an increasing populariiation of college 
education, it is now the turn of the educated to engage in a fierce labor 
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market competition under an excess supply of Ubor which they might have 
thought was the lot of the uneducated, but not theirs. 

Skill Acquigir.ion In Employment 

Once Japanese employees begin to participate in paid work, the process of 
learning and applying work skills becomes highly diverse. Opportunities for 
skill formation range from unconscious and unplanned e]q>erience to highly 
organized educational, programs both off and on the job. While Japanese 
industry has been lorg known for training-within-enterprise institutions 
(Uvine and Kawada, 1980), no single pattern of skill acquisition appears to 
predominate. However, a safe generaliration is that to the extent wage and 
salary earneis do learn new or improved job skills the preponderance of this 
activity takes place informally within the employing organizations and at 
workplaces. As Umetani (1980, p. 94) has pointed out, "... Japanese 
industries rely heavily on iearning-through-experience for the production of 
occupational skills" and "Since leaming-through-experience cannot be 
measured, it is not usually recognised as training." Although formal 
within-industry programs are by no means neglected in Japan (and will be taken 
up later), it is first necessary to understand, at least in a general way, the 
process Ty which Informal learning-4>y-doing takes place. 

Little is known about the extent of the informal training progress. On 
the one hand, almost everyone who takes a paid job probably learns how to do 
it better over time, although it is suspected that the great bulk of 
occupations, performed by the great bulk of employees, are quickly exhausted 
in a matter of a few weecs or months for potential skill improvement. For 
most of th.^se jobs, little formal training is required. Indeed, the fraction 
of the labor force that actually undertakes formal job training after entering 
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work careers probably exceedingly small. Apparently, formal training is 
offered more for managerial than for non-managerial personnel, for male 
employees than for female employees, for younger workers than for older 
workers, and for the more educated than for ^he less, for recruits brought in 
directly from school graduation than for mid-term recruits, and for those who 
already have received training than those who have not. As discussed below, 
in 1977 half or more of all firms employing at least 30 workers (and the 
percentage increases with the size of firm - e.g., 98 percent of those 
employing 1,000 or more workers) did have some type of formal training 
program(basic and advanced skills, general knowledge, supervisory, etc.). 
However, these programs provided training to only about five percent of all 
employees. Of these, apparently the most widespread are short-term (10 to 30 
days) basic training courses for new school leavers (Umetani, 1980, p. 89). 
Even than, as Umetani (p. 92) points out, two-thirds of the new recruits from 
school receive no training at all in taking up their jobs. This depiction of 
formal training in Japan seems far removed from that frequently portrayed in 
the popular media. 

Perhaps, «■ much as anyone e7se, Koike (1984) offers the most systematic 
and plausible description of the informal process of skill acquisition on the 
shop floor in Japan, which he compares to the United States. Rejecting th^ 
primacy of cultural influences (e.g., groupism, iiork ethic, loyalty to 
enterprise authority, etc.), he attributes any strong drive by workers in 
Japan for skill acquisition and improved work efficiency to the "rationality" 
of employment security and increased rewards. The chief mechanism to obtain 
this behavior, he contends, lies largely in the structure of skill enhancing 
work opportunities available to Japanese workers and the means for learning 
such skills. While formal educational level has a bearing on both this 
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structure end learning ability.there is nothing like the actual experience of 
trying out new jobs and ta.k. on the job itself for getting ahead. What Koike 
finds in many large-scale enterprises in Japanese industry is that work is 
Uyered into a large number of progressively sequenced task, which permit a 
worker, properly instructed, to move rather continuously from one task to 
I another, always adding to his stock of skill and ability. I„ hi. comparison. 

I with counterpart American indu.trie.. Koike claim, that typically the Japane.e 

. work .tructure afford, more of the.e opportunitie.. both "horizontally" and 

"vertically" than in the U.S. Thu.. with continued experience in a single 
firm (and often only in a single workshop, department, or division, but with 
opportunities for transfer), the "mature" Japanese employee ha. a broader and 
deeper stock of skilU than his American counterpart. While this hypothesis 
cries for much more systematic research than Koike himself ha. carried ont. it 
seem, to aquare with the .kill characteristic, attributed to the older worker, 
in Japan (say. over 30 or 35 year, of age) who are member, of "core" worker 
team, in the large-.cale firm, and organization.. Moreover, .uch progre..ive 
learning, he point, out. i. likely to minimize training co.t. to the firm in 
co.p.ri«,„ with the prcce.. of .kill acqui.ition derived from moving from one 
enterpri.e to another or recruiting from out.ide vocational training 
institutions. To capture the benefits of such skill improvement for the 
employing enterprise, a management offers inducements to the worker. 
P-rticolarly in the form of employment security, wage advances, fringe 
benefits, and promotions, thereby fortifying the labor market "internal" to 
the firm, whether the skill, acquired are ^nterpriae .pecific or of more 
general applicability. 

The other .ide of thi. coin i. the instructional process, most of which in 
J.p.n also is informal and almost "unconscious." Here, as Japanese management 
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on high co.t voc.tion.1 training in the formal eduction .ystem or await the 
emergence of well-defined craft apprenticeships. 

With .uch factors in mind for explaining progressive accumulation of «ork 
.kills. Koike (1984. p. 58) finds that, on^the basis of 1961 data, "internal 
careers with late and high ceilings e«end commonly in large firms in any 
industry in Japan, while they .re confined to heavy industries in the U.S." 
On the other hand, small and medium firms apparently have neither the 
technological possibilities nor widely experienced older employees to provide 
.uch "high and late" ceilings to the degree present in large firms. Thus, 
they are ap^ to seek skills in the external labor market, from miscellaneous 
schools, and from public vocational training programs. 

In the large firms, where the job skills can become broad and deep, the 
treatment of regular, or standard, blue collar workers becomes akin to that 
for white collar employees (Koike calls this "white collari.ation"). This 
process of .kill acquisition, so prevalent in large Japanese enterprises, 
contrast, with .kill acquisition achieved through craft apprenticeship or 
through inter-firm mobility, where "breadth and width" of job skill, either 
remain const«.t. grow only slightly, .nd re.ch their limits at . relatively 
lover level. Any industrialized country is likely to have all these types, but 
in the Japanese experience the "internal promotion" kind seems to be 
comparatively more frequent than in other national settings. If so. it should 
come as no surprise that large enterprise managers and employees rely upon 
formal training programs, including the use of public vocational training 
institutions, only to a very minor degree. At best, formal tr.ining is likely 
to be utilised only when the same objective cannot be achieved informally on 
the job or within the enterprise itself. However, should the internal 
.tructuring of skill acquisition opportunities become obstructed, as may well 
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employment reUtion.hip i. ™,ch «ore "c«ual" than idealized: that is. on the 
.verage for , Urge majority of labor force participants, even when females 
are excluded, duration, of auch employment tenure fall far short of covering 
full careers. Most male employee, in Japaa seem to change employers (and vice 
versa) t«o to four times during their careers, including entering 
•elf-employment - a rate which admittedly is half or less that of the United 
States in recent yeert. 

Of course, duration of employment with a single firm in postwar Japan had 
to remain speculative for many years simply Ucause many new enterprises and 
job openings only came into existence after Japan's high growth rate beg.,, in 
the 1950' s. Now that three decades have passed since the early assertions, 
and th«ilc. to detailed labor market surveys conducted regularly by Japanese 
government agencies, especially the Ministry of Labor and Prime Ministries 
Office, in more recent days expert analysts have been able to examine the 
actual record systematically. Prominent «aong recent studies are Sterling 
(1984). OECD (1984). Tachibanaki (1984). a«l Hashimoto and Raisian (1985). 
Their analyses could not be undertaken earlier because of the lack of 
statistical data systematically accumulated.. 

Agreement is lacking «ong these analyses. While all concur that only a 
minority of paid employee, in Japan during the past 30 years has experienced 
"lifetime" employment in it. ideal form, they differ over the proportion and 

distribution of the employee labor fore* i,-- u j i 

i** jr e laoor rorce that has had long tenures, such as 20 

or «re years, with one employer, and over the results of statistical 
comparisons with other countries, particularly the United States. The 
differences may be attributed at least in part to differing methodological 
approaches. 
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In the Sterling analysis (1984). a major finding is that there is little 
difference between the United State, and Japan in terms of the proportion of 
the total labor force with job tenu.e. of 20 years or more with the same 
employer.(job tenure in all these studies is defined as a worker's employment 
duration in a given enterprise). Using current tenure data for random smnples 
of already employed «orker. in 1979. Sterling finds that about one in four 
workers in each of the two countries occupies a job that will last at least 
two decade.. Thi.. despite considerably higher average rate, of unemployment 
.nd job turnover in the U.S. than Japan (in l979. 5.8 percent and 46.8 percent 
reapectively ver.u. 2.0 percent and 16.8 percent.) "In other word.." sterling 
««y«. "Japan*, low turnover rate, do not tran.Ute into an abundance of 
long-term job. relative to the U.S." Rather, he find, a much larger 
proportion of "middle-length" job. i„ j.p„. but none long enough to qualify 

the idealired lifetime employment of "model (.tandard) worker." (almo.t 
exclu.ively male) in the large .cale enterpriae. (1.000 worker, or more). In 
fact, the Sterling analy.i. conclude, that job. of 30 year, duration or more, 
which «ould be more akin to that ideal, are more frequent in the U.S. (30 
percent) than in Japan (2.2 percent). 

A. other, have recognized, however, the major difference between the U.S. 
and Japan i. the timing of the long-term tenure, during the work career, of 
employee.. In Japan, they tend to occur at earlier age., beginning u.ually 
.oon after .chool graduation. Even then. Sterling find., only about one out 
of .ix employee, in Japan follow, the pattern of beginning long tenure, soon 
•fter leaving .chool. and only on. in ten male, entering the labor force 
directly from .chool graduation .tick. «ith the .«ne employer until mandatory 
"retirement". The fact that "middle-length" job. (5-20 year.) .re 
proportionately more numerou. in Japan, and ".hort" job. (5 year, or le..) 
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proportionately «ore nu«erou. in the U.S. apparently ha, created an illusion 
of li£e.ti»e employn^nt a. the overriding characteristic of Japanese labor 
markets* 

The recent OECD study (1984) t-nk** 4«k ^.^^ / • , 

1 tilcei job^tenuM (iingU employer) antlysU 

further b, cohering II countri.. for rt,lch co-pereble i.t. .r. 
.viUble. but with . „in ,ocu. on Ubor market e^rienc. in Au.tr.li.. 
Cn«i.. end the United Kingdom .. «u .. th. „„i,.j g,.... ^ 

Ac«rding t. thi. report, covering v.riou. y..r. in the 1970. end 1,»0., J.pen 
led .11 the other, in term, of the "di.tribution of Job tenure" .nd ••.,er.g. 
number o, ye.r. in the current Job" for m.le «rWr.. Mfferin, .om..h.t fro. 
Sterling, the OECD .n.ly.i. find. J.p.n .he.d in the proportion of m.le 
»rh.r. .ho h.d completed 20 y..r. or more on the .... Job. The figure for 

J.p.n ... 21.9 percent (in 198». .nd the ne« cl.«.t. I.„^„rg. ig.g 
percent (in 197«. The «.S.( in 1,83, r^ked eighth .ith 9.9 percent (.nd 
Au.tr.li. - in 1981 - ... lo«.t ,ith 6.8 percent). 

Al«.. the OECD d.t. .ho«d J.p.n .t the top in th. „ern. Job dur.tion 
for both „le. .nd f...... .ith 11.7 ye.r.. lu...burg .g.in r.n>,ing .econd 

«itn 9.9 ye.r., the 0.8. ninth .ith 7.2 ye.r.. .nd .,u.tr.li. U.t with 6.3 
y..r.. For „le. only . J.p.n i.d the group with 13.5 ye.r.. .nd the U.S. ... 

ninfh ,ith 8.4 ye.r.. Even in the c... of (emele.. J.p.„ topped .11 the 
other, .ith 8.8 ye.r.. ,hil. the U.S. ... tied for .eventh .ith 5.6 ye.r. (.nd 

the ».th.rl«,d. ... l..t .ith 3.7 ye.r.).Th..e .,er.ge.. .. on. «uld expect. 

«. influenced con.id.r.bly by the proportion of «,rker. in current Job. not 
.«..ding one ye.r in dur.tion. Only .bout on.-tenth of the J.p.„..e „rker. 
occupy .„ch Job.. .h.re.. .bout three time. .. m.„y do .o in the United 
States, Australia, and Canada. 
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Applying the "doubling theorem" (.oaewhat .i«iUr to the Sterling 
approach), the OECD .tudy estimate, the distribution of eventual tenure of 
job. currently held. Japan again leads with an average of 23 years, while 
Australia at the bottom average, almost 13 Jrears (OECD. 1984. p. 57). 
According to this method. 28.U of all workers i„ the United States eventually 
would have 20 year, or more i„ the .«ne job (a result quite similar to 
Sterling), and more than 43 percent would be i„ job. lasting 10 year, or «,re. 
(No comparable figure, are given for Japan, but pre.umably could be 
e.ti«.ted.) AH these estimate., of courae.'bear out the long-established 
finding for most countries that .how that the longer worker, are already i„ a 
job the more likely they will stay longer than will .hort termers. Since 
e.rly job leaving i. le.s frequent in Japan than the other countries, the 
average tenure, are bound to be lengthier, but not wcessarily of the 
"lifetime" variety. 

On the basis of 1979 .urvey data Tachibanaki finds that, while a 
preponderance of both Japanese male and female worker.. i„ .u .g, categories 
-nd job tenure groups, desire to remain with their present firm (or job), in 
•ctuality. the data on tenure do not fulfill these desires. Ac in other 
studies, he find, that the longer one 1. in a job. the more likely the per.on 
w.nt. to remain on it. (This de.ire i. well over 90 percent a«,ng «orker. who 
h.ve been with the .«« fir. for at lea.t 20 year., while it i. only about 751 
-hen tenure i. under three year..) However, u.ing data from the government 
conducted .urvey. supplemented by a panel .ample of employees. Tachibanaki'. 
.tatiatical analy.i. conclude, that only about ten percent of male worker, and 
le.. than two percent of female worker, over the age of 45 have never changed 
job.. Thu.. there .eem to b. very few "pure" lifetime employee, in the .en.e 
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of refining with one enterprise from .chool to retirement. "It is necessary 
to understand... Tachibanaki .ays (p. 81). ..that the vast majority of employees 
Change their employers willingly or unwillingly during their careers." 

Among the completely immobile workers, ^according to Tachibanaki. are males 
with higher formal education holding down white-collar jos in the larger 
firms. But such workers comprise only a small proportion of the labor force. 
Horeover. the supplementary panel data show that almost 42 percent of the 
panelist, changed employers three times or more in their careers up to 
thattime. While about 27 percent had changed' but once.. Hore frequent changes 
-eem to take place ««,ng workers with less formal education in ..lower., 
occupational levels, employed in smaller firms. Surprisingly, but supporting 
the rationality thesis, those who did not change jobs at all reported lower 
incomes on the average than those who did change. (Changing only once, 
however, was better on this score than changing twice.) While Tachibanaki 
observes that ..only a very minor group of employees are actually part of the 
lifetime employment systerf. (p.98). he was unable to penetrate the 
relationship between job tenure and mobility because of inconsistent result, 
from the two .et. of data utilized. 

In contraat. Ha.himoto and Rai.ian (1985). using still another mode of 
econometric analysis, conclude that indeed there is longer job tenure, 
especially for males, in Japan compared to the United States, not only in 
Urge-scale but al«o in small-scale firms. (They find. too. that Japanese 
earnings-tenure profiles are steeper in slope than i„ the U.S.. indicating a 
-ore rapid build up of human capital). By comparinc official survey data from 
1962 and 1977 for Japan and from 1973 and 1978 for the United States, they 
find that average job tenures in Japan, which twenty years ago were less than 
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in the America, eventually outpaced the latter in «,re recent years. "Thi, 
finding." they clai«. "reinforce, the concluaiofl thi. pattern i, not an 
artifact of the age-deno graphic composition of the respective population." 
(p. 724). 

Yet. even in the Ha.himoto and Rai.ian analy.i.. by the ti«e the average 
«.le worker reache. the 55-64 age category, he ha. had al«,st five (4.91) jobs 
(or employer.) wherea. hi. counterpart in the U.S. ha. held almost 11 (10.95) 
by that age. These frequencies seem to be higher than previous estimates, but 
do not make much difference in the ratio beti^en the t«o countries (see OECD 
1984. p. 63). In both countries, the average male «orker holds about half the 
job. by his mid or late 20's. that is. within about . decade after beginning 
hi. career. The other half occur over the ensuing three or four decades. 
Both countrie. show a notable slowdown in job changing after 25-30 years of 
«ge. Indeed, the two even out in the 55-64 age range. 

What the Hashimoto and Raisian data for the late 1970's do clarify is that 
in each .i.e class of enterprise job tenures of five or more years are held by 
. Urger percentage of Japane.e male worker, than by their American 
counterpart.. I„ both countries, on the other hand, tenures are longer for 
«.les in the larger firms than in the smaller. These analyst, conclude: 
Although job tenure is longer in large Japanese firm., it is quite long even 
in the tiny and small firms." (p. 727) 

Their further conclusion, based on econometric analysis, is that the rate 
of growth of wages over a worker's career attributable to tenure "are far 
greater in Japan than in the U.S."(p.732) They believe that this finding 
.upport. the contention that there i. "more .pecific human capital in Japan 
than in the United State.." (P.733). if that i. indeed the ca.e. then it 
follow, that taking advantage of .kill acquisition opportunitie. - through 
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eduction .„d tr.inin, b.j™„d .chool graduation .ither on or off th. job, 
fo~l or infor..! - h.. b..n »r. Hk.l, in J.p.„ th.n toeric. .t l...t 'for 
«rk .pocific to ..ployin, orgmimion.. Thi. ««.. to .upport th. 

J proportion th.t longer tenur p.ci.u, .t e.rlier .tne. of «rker 

cereer.. p.r.it M.re .kill for^tion r.g.rdl... of .nfrpri.. .i... 

Ih... finding. Und credence to the hypothe.i. th.t J.p.ne« «.ploy.r. 
provide on th. .vern. «.r. l..rning .nd training opportunitie. for their 
«orker. th.n do ..^loyor. in oth.r cuntri... Ihi. ^ ^ ^^.^ 

r..ult of job duration .hd actual inv..t«nt in training. What I. unclear, 
hoover, i. .hether actual average tenur.. - ranging fro. 7.0 to 13.5 y..r. 
for „l.. - pr„,id. .nough of a diff.r.nc. to hav. re.ulted in .„b.tantially 
diff.r.nt opportuniti.. fo. tr.ining and .kill ac,ui.ition. Huch the 
,u..tion. „y b. r.i„d for jajctsi av.r.ge tenure, and di.tribution of 
t«.«re.. Ih. conventional wiado. ii th.t they do. but actually the .n.«r 
r.«in. un.ettl.d. It i. further clouded .hen .kill .c,ui.iti.n and Icrning 
I. pri«rily an infor»il proc... on th. job. with Wr tumovor rate, for 
.horter-duration job. In Japan than .l«.h.r.. one .ight logically .:,p.ct 
Japane.e .o^loyer. to „k. tr.ining opportuniti.. «.re .vaiUble to th.ir 
younger «rk.r. in .oiH,ari«,n with oth.r countri... On th. other h.nd, 
turnover r.te. in other countrie. .re no higher for their older «,rker. than 
in Japan, and th.r.for. on. night ju.t a. logically .^.ct incrcaaed .kill 
.c,ui.ition for .uch older «rk.r. co.p.r.d to the J.pane.e caa. ...re .o 

fr.,u.ntly Laming opportuniti to co« to a halt .ith .sudatory 

retire^nt b.t«.n 55 .nd 60 y..r. of .g.. m .ddition. it i. „t «ll kno™ 
.hether «blU «rk.r.. »ving fro. fir. to fir.. l..rn „r. or fe«r .kill, 
during th.ir .arly year. th.n tho.. .ho r.«in .ith . .ingl. ,.pi„,„. 
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•vr before. Ih.y provide l^roved perepectiv. o„ the reUtive import., c. 

.« "lifeti™ .^loy«„f U .e....l countri peci.U, J.p.a „d the O.S. 

".fining in .ouht. hoover, i. whether ..j.„ he. . „ci.i„ u 
"..rd, .. he. Often bee. cl.u-d. ».t of the recent d.t. do .upport the 
. cUi. Of longer Job tenure, in J.p.„ then .l..^r.. .ltho„,h the ..erne. 

Un f.r .hort of the ■■lif.ti« e-ploywnf ide.l even in J.p.n. still in 
«.d of further r..e.rch i. .hether .„ch lengthier tenure. ..le . ,it.l 
-ifferenc. for .kill .c,ui.ition. either of the .pecific or gener.l v.riet. -- 
. Pl.. for .hich ».et.ni(l9M) e.rlier «de in hi. ..ud, of voc.tion.l 
training in Japan • 

j:High- U.el'' Occu..t<n.. <■ 
0.^ feirly cert.in indictor of .kill .c,ui.ition in en indu.tri.li„d 
«=i«y i. the proportion, of the pipuUtion engeged in ..riou. "high-level" 
profe..ion. .nd occupation.. Por . nu^r of ,..r. now. preparation for 
high-l.,.1 occupation, ha. re,uir.d at leaat U to 16 year, of for^l 
.lucation or thair equivalent in e.,»rienc. and ot«r training. 

X« an earlier .tudy (Uviu. » Kewada, 1980). the., ratio, for Japan „r. 
e.ti«t.d for el««ntary and .econdary .chool teacher., .cienti.t. .nd 

•ngineer.. p...y.ici„. .nd denti.t.. nur nd liceneed phar«ci.t. - . 

.election a..u«d repre.ent.tiv. of „.t of the "high-level" occupational 
«"up.. In all th... occup.tion.. „a.ured by nui.her of per„n. per 10.000 
FOp..lation. Japan had co« abreaat of ratio, found in other advened 
i.du.triali„d countri.. by th. l.eO-. or (Uvine and K.«da. 1,80. pp. 

70-77). Hoet .ttained their current level., ,r do., to the., by the late 
"70-.. While they have inched upward .inc., th. le.p. experienced in e.rlier 
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' ^^g^^SiLoUersons per lO,0(HLPo£aIacio^ 
for Se lectin Years, iq/>n-iQo>. 



Occupation 

1940 

Teachers (elemeneary 
4 aecondary) 39.6 

Scienciaca & 
Cngineera 



Year 



Phyc'cUna & 
Oenciaca 

Nuraea 

Licensed 
Pharoaciata 



K.2 

12.4 
19.2 

4.4 



1950 

71.8 

30.9 

12.4 
15.6 

5.5 



1960 

74.5 

42.3 

14.6 
19.9 

6.5 



.1970 

76.9 

80. 1 

15.2 
26.5 

7.7 



1975 

87.6 

113.3 

17.6 
35.5 

9.4 



1980 

100.3 

n.a. 

21.0 
47.6 

11.6 



1982 

103.5 

n.a. 

22.6 
54.1 

12.4 



p?nri98or7r7rTj2£a^^ 

cf the Prime MinlscerT im. ^°''>'°' 0^^^" 
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-.c«l.. (..p.ci.n, th. 1970-.i ion,., .... 



Tabli 8, 



Whil. it i. not k„™ th. ••qu.llty" of the .kill. l„ th... 

occupation, i. th. .. i. .ther nation., thor. h.. h..n . ti„ o«r th. 
y..r. in training, Uc.n.in,. .nd other re,„ir«.nt. to enter th... Earlier. 
ho«v.r. « h.v. co«nt.d on th. d„hio„. of .n,in..r. .nd other 

^ t.chnic.1 p.r«nn.l In J.p.n. ,„ 

«t.bl, U«,.d h.hind other «.,.nc.d eco„o.i.. into th. I960-., m . ..n... 
the greet incre... in thl. ..hi,h-l.v.r occ.p.tion.1 group .inc. 1,60. .. .i.n 
in Teble 8. ha. co.pen.ated for earlier ahortage.. 

Another key type of "high-level- hu«n r.«,urce d..elop«nt are .p.cific 
trad, and occupational .kill, ^i.h ar. e^licitly encouraged .nd officially 
Ucenaed hecauae they ar. r.cogni«d a. ,ital for high productivity and 
quality »rk. Earli.r de.cribed the nu«roua progra.. and in.titution. 
that hav. heen pro«,ted for that purpoae by th. Japan... gov.m«nt. Official 
"cognition of .kill achi.,e«nt co«. in the for. of: (U licen.ing 
inatructor. for .pacific trad, and occupational .kill., and (2) for^lly 
teeting and certifying thoa. .ho intend to enter or are already in .pacified 
trade and occupation.. Japan ha. long had official progr... for both. 

Inatructor training in Japan for trad., and occupation, go., back to th. 
1"0.. if «t earlier, but „.t of the. failed to .urviv. the ..rti« period 
(Lhikawa. l„l,. ,n the po.t.ar .ra. the 1,5. «.cational Training u« .a. 
the firat l.gi.l.tion to place .y.t..atic training and licenaing of qualified 
inatructor. undar th. Juri.di...ion of th. Mini.try of tabor (but .„cut.d 
through th. offic. Of prafctural go,.r«.r.). Ih. In.titut. of .bcational 
Training. ..tabli.h.d in 1,61 by th. l„, Act. hra carri.d out th... progr... 



57 



51 



ever .inc.. By 1979. «or. th.n 733.000 in.tructor lic.n... h.d been i..ued. 
cov.ri„g «,.t .kill.d «.„u.l tr.d... «ith th. l.rge.t number, in the 
con.truction cr.ft.. .uto».ch.nic.. .nd «.chine .hop «ork. (I.hikaw.. 1981. 

P. 14). Also, it w.. ..ti«.ted th.t .t that ti-e «,.t of the licen .rned 

their living, in .ctu.l job. r.thr than in.tructing other.. Mo.t. too. 
received their licen... b..ed on experience r.ther th.n through training 
cour.e. .nd ,u.li£yi„g e«.in«tion.. Nonethele... thi. .rmy of licen.ed 
in.tructor. i. .vtil.ble to provide formalized .k. i tr.de in.truction .. 
nece...ry within enterpri.e. or .t public voction.l center.. 

A n.tion.l .y.te« of .kill tr.de te.ting .nd certif ic.tion .1«, began in 
1959 for qualified work.... Under the l.w. the Mini.try of Ubor de.ign.te. 
the tr.de. for the offering of te.t. .nd cetific.te.. At the out.et. there 
were only five .uch tr.de. de.ign.ted for te.ting. but thi. number gradually 
expanded over the year., embr.cing 102 tr.de. (209 job.) by 1979 (l.hik.wa. 
1981. p. 16). Among the.e. variou. .kill gr.de.. u.u.lly rel.ted to ye.r, of 
work experience, educ.tion.l b.ckground. .nd degree of difficulty, h.ve been 
e.t.bli.h.d. Te.t. co»oonly include pr.ctic.l .nd theoretic.l m.teri.1.. 

Between 1959 .nd 1979 .Imo.t two million .pplic.tion. for .kill te.ting 
were received by the Mini.try of Ubor or prefectur.l governor. (l.hik.w., 
1981. p. 16). Succe..ful .pplic.nt. numbered more th.n 1.175.000. Ag.in. the 
Urge.t number of certif ic.te. h.ve been i..ued for building tr.de. and 
«.chini.t.. Obfining . certific.te. of cour.e. doe. not gu.r.ntee . job. but 
it i. often helpful in ..curing employment, receiving .ddition.l w.ge 
incre..e. or bonu.e.. or in obt.ining promotion.. Many employer.. e.peci.Uy 
in .m.ller firm.. ..em to encourege their worker, to t.ke the te.t. and give 
.<ldition.l te.t. them.elve.. Under the l.w. . centr.l n.tion^ide 
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.rg.nU..i„„ .ith k„.,^. ^^^^^^^^^ 

tr-.. t. b. t..t.d. a.t.™i„.. ^ ^.^ 

.«nt i. u ^^^.^.^^ ^^^^.^.^^ ^^^^^^^ 

Ooi^tition ("Skill Oly^lc"). ^, Mi„i«^ ubor prl„. l„ .u 

these events (Ishikawa, 1981, p. 17). 

Training the qm»^ 

0..pl» th... .yt.„tlc .„.rt. to ...„r. . «„,i„, 

Mghly tr.i„.a ... .an.. p..„„^i. .^^..^^.^ ^^^^ ^^^^ 

fore. .pp.„ „ ur..!, cut off f™ .Uu tr.l.l„, .ppo„„„iti... »,t.bU 

«.n th... Uft out .„ ol^r „U »,k.r., u.u.Uy b.^„<, ,0-55 y..r. of 

.nd ...o«„„ ■•p.„-ti«.- ... ».^.^ur -,rk.r., . l.r,. buU o, 
vhlch .„ ,„^. „. .^^^^ ^^^^ ^^^^^ 

itself. 

E.p.cl.113, probl.«tic .r. th. .1.., „u .^^^^ 
long y..r. o, ,.r»l ... i.,„™i ^.^.j,,. , ^^^^.^ ,^„^Uc 

ch..g. occurring r.pi.ly i. pr.«.t-d.y J.p„. „,„.i critic.l policy 
probl... £.„ gp..r«.t, ..,loy.r., ... „.i„.. ..,lo,«.t 
•pportuuiti,. for th. .„lli.. 

.-.pl.. .l-..t 39 p.rc..t o, ... .bout 16 p.rc..t ., „ 

P."icip.t.. i. th. ..p.„.. 1.^, ^ ^^^^^^ 

"ght perct. r..p.ctiv.ly. i. th. U.S. Soluti... f.r i„cl„.. . 
to .«... r.tir«..t .g.. gr..u.lly fro. 55 t. 60 (... i. c..... b.,...) 
olthough .t th. .« ti« r.duci.g P..W ..r.i.,. .„i.„ 
.ncour.gi.. ..p.r.tio.. f„, c.^..i.. pHor to th. «...tory r.tir»ent .g.. 
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A«,th.r «,Utlon. .Ithough not n.c....rlly co,.fi™,d to older »rl«r.. i. 

to tr.„.,„ «plo,«. „urfrl.. t, .„bth.r. o£«„ on .„ i„d.,uu. 

"lo.n" b..l.. „„ the th«ry th« .»:h tr.„.£.r„d ...^.n^, 
~^r. o, their orUin.l co.p.„i.. .in .,.„„.n, r.tum to th... (Ihi. 
«y b, on. r..«.n th. .v.r.g. „„.*.r of job. hold hy J.p.„... „,k.r. I. 
only h.lf th. .v.r.,. *«ric.„ .,p.rl.nc.). I„ thi. „.., It I. pr..u»d th.t 
.kill. .c,„lr.d In on. .nt.rprl.. .r. „..£„! .i..rt.r. or th.t th. tr.a.f.rr.d 
«ork.r. will b. r.tr.ln.d l„ „.. .^11. .pproprl.t. to th. borrowing 
.nt.rprl„. ,.utl„i, Utti. l. ^^^^^^ 

in .«h tr.n.f.r.. Pr..n.„bly, «,.t of th. tr.n.f.r. fk. pUc. fro. 
.nt.rpri... .Ith lo. or declining productivity to .hop. .h.r. productivity I. 

.:,«ndl„,. o.rt.lnly both .gin, .nd lnt.r-f Ir. «rk.r tr.„.f.r. In .ddltlon 
to lntr.-.nt.r,rl.. job r....l,n«nt.. h.v. c.lUd for . high d.gr.. of 

coop.r.tlon ««,ng d.p.««nt. of p.r„nn.l .d^inl.tr.tlon .nd h^n r.^urc. 
d...lop«.t of nu«rou. co.,.nl.. (t^y^ 19,3, ..^^..jj^, 
tr.lnlng .nd rstr.lnlng .ctlvltl... 

5.C.U.. of th. l.cr...lng fr.,„.ncy of .uch .hlft.. It h.. b.co« ,ult. 
f..hl.n.bU «,ng Urg. .cl. .ntorprl... to d.v.lop c.r..r pUnnlng progr„. 
for th.lr r.g„l.r ..^loy.... ..p.cl.lly « th. ..n.g.rl.1 l.,.i.. g.ut.d 

.1.0 .r. con.clou. .ffort. to r.d..lgn «rk lt..lf to p.n.lt ...ploy.. 
.d.pt.tlon to job. .nd to t.p l.t.nt .kill. .„d .blUtl... a. p.r„nn.l .nd 
tr.lnlng co.t. „unt. »,rMv.r, «n.g.«nt. oft.n turn to l.bor-..vlng 
•uto^ntlo. .nd robotUntlon. thu. ..king c.r..r pUnnlng .11 th. .or. urg.nt. 
ther. I. . r.c. h.r. b.t«.n th. gro.lng nu.b.r of old.r .nd non-r.gul.r 
«rk.r. .nd th. job opportunltl.. for th«. undnr condition, of r.pld 
.tructur.l .nd t.chnologlc.l ch.ng. .nd «,d.r.t. .cono.lc growth. 
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WhlU ..riou. .:,p.ri«„t. „. 1. j.p„ ,„,i,.„^ productive 

..Pl.,«.e oppo«„„i.i.. (or ...i„. „rk.„, i„. ^^^^^ 

..cour^. co.p..i.. to old„ e^lo,... (.„d h.ndic.pp.d, .1.0). J.p.„ 

h« y.t to . .Mft i. .„i„l., ^^^^ 

co.p.r.bl. to .h.t occurrod i„ th. p..t 30 y..r. .. .h. .duc.tio„l l.v.1 of 

young recruit« rose dramaticallv Thi- • 

"Mcic.iiy. This remains « major challenge for the 

future* 

CONCLUSIONS 

Ag,r.,.t. .v.r«.. co.«r„i„g .d„c.tion i,d Ubor ..rUt. i. J.p.„ i„ 
«.y. bro«.ly co„.i.t..t .Ith .co«,^c .n.ly.i.. 

.co«..ic ,ro.th. 1,50-1,70, .nroll».t i. ..cond.ry ..d higher eduction 
iacr....d rapidly. Alttaugh th. ..ti«t.d r.t. of return of in,..t„nt in 
college .ducetion .ho«,d . Ion, ten. decline, it epperently ... .til. 
co,.titi,e Wth ret., of return on .Itemetlve. fin«ci.l in,..t«nt. 
.v.il.ble to hou.ehold.. H.n.,erl.l p,.i.i.n. „rthy of college gr«.u.te. 
.1.0 opened up r.pidly during thi. period. One po..ible dl.crep.ncy «.. th.t 
the .upply of college gr.du.te. in th. Ubor ..rUt perhep. lncr....d f..t.r 
th.n th. .upply of job. r.,uiring coll... .du.tion, .. „y be inferred fro, 
the gro«h of the number of college gr.du.t.. not .tt.inin, ,.n«eri.l 
po.itlon. .nd the nerrowlng of ..g. (or ..l.ry) differenti.l. by level of 
«.-c.tlon .nd by level of po.ition in the org.nit.tion.l hler.rchy. The 
P.t.nti.1 .uppl, „, ^ ^ ^^^^^^^ 

,ro.th .lo«d down .,t.r the Oil Shoch o, 1,73. The college enroll„nt r.tio 
~on pentad in 1,76. The high .chool enroll«nt r.tio then folWd by 
peaking in 1981-82. 
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l..v.„h.l..., th. .duc.ti,„.l co«.„t (hu„„ e.pit.l) l„ th. 
Ubor forc. continu.. t. .i« ^^^^^ ^^^^^ 

X. y..r .. u.. .auc.t.d oU.r »rt.r. r«ir.. Wh.n th. r.tl. of 

coU.g. i. .„ ..^ ^^^^^^ ^ ^^^^ ^ ^^^^^^ 

.t.bUl«d .„roU«„t «o.g youth, th. probl... of „n..,loy«,„t .„d 
«»d„..ploy«„t of Older .d„c.t.d p„pu „. 

PO.itio.. ,iu h.co- „uti,.l, .c.„. .„d A «utio. th.t co-nd. 

.id..p„.d .tfotio. i. Vof...io„H..tlo.- Of th« Older .ducfd 
P«Pl. c. do. through ,„.t.r -.p.ci.U..tihn.- Ih. ohjectlv. i. to .„.hl. 
th.. to h. l.di,id„.u, i»,.p.„d.„t .ith dl»„it,. .„ppo„.d by th.ir o«, 
prof...io«.l p„etu... -,„f...io„.- c.rtifi.hl. by th. n.tio„.l ^,.r«.„ 
«. -Itlplyl... .i,i„, con.„U.nt. 
ln.ld. .„d oufld. co^„u.. (Th. .apply of c.rtifict.. „y outrun th. 
<.«-nd for th. .p.ci.u«d .«ll. th.t th.y cortify. r.r .x.,1., th. 
crtiflct.. Of "Ubor „n.,._„t .p.cUli.t." («5Hj«ri^. «a „„i„, 
.-r.1 by Old L^coo .„d th.r.for. r.l.v„t to th. dignity of . .p.ei.li.t, 
probably h.« troubl. in costing .ith „nc.rtifi.d. but intrin.ic.lly .hilUd 
P.~nn.l «n...r.. To thin, of it. th. cr..tion of ,.riou. m-ihi „y b. 
vi.«d .. . „d.rn .d.pt.tion of th. ti«-ho„or.d .nn.bl.«.t proc....) 

Much of th. .,oni.ing probl.. In .duc.tlon .nd ..ploy«nt tod.y .ri... 
fro. th. tyranny of ••unilin..r" thinking .nd it. ln.titution.l 
r.inforc.„.t.. A r..p.ct.d lif. cour.. for . ..n ( though not for . .o..n, 
» t,« roguUr progr...i,n in .duc.tion in th. 6-3-3-4 ..,u.nc. (.u„nt.ry 
•chool. Junior high .chool~co.pul«ry through thl.. high .chool .nd colUg.) 

.ft.r . .ucc...,„l .ntry into th. ..ploy of . „jor co.p.ny. th. 
.ch.dul.d ri... .. if on .n ..cUtor. through r.n-. to r.tir. .. . ranking 



ERIC 



62 



S6 



ERIC 



Official of th. co-pany. u ^ ^^^^^^ ^^^^^^ 

ti«. At «j„r j^ctur.. of thl. p«h. th.r. .„ .»mi„.ti„„. to p.,.. Mr'. 
«rit. .r. thu. coo.t«tl), .,.l„.t.d. M.n'. „rth .„d .oci.l pre.tig. „. 
th.n judged th. d.gr.. „, con.i.t.ncy of hi. lif. cour.. ,ith thi. „d.l 
P.th. .Uhough .. PUth (19,3) poiot. out th.« .„ i„p.„„t .xcoption.. Ih. 
eduction .y.t.. .nd th. ..ploj^nt p,.eti«. of th. ,o,.™»„t .nd ..jor 
c.,.ni.. .pp.„„ly .«orc. "th. «d.l p.th" .ith .p.ci.1 kind, of „..rd .„d 
p«.i.h«„t (r.cruit«nt fr..h out of .chool or coll.,.. li,„i« 

..1.1oy«nt, assg ..g.. tjinsn r.tir.«„t). Bvt • gr..t «jority of 
J.p.n... «„ ,.il to ,.t on thi. -,d.l path of .duc.tion .nd .«ploy«nt. Th.y 
•r. «f.ilur..,- .Ithough th., „. ordin.ry p«pl.. ih„.. ,„ ^..^ 
p.th con.titut. .n .lit.. «ritocr.t.. Th. „nd.r of it .11 i. th.t thi. 
P«ticuUr .j,.t« of .lit. for«tlon .nd p.rp.tu.tion .«,k.. „ littl. 
r.«nt»nt .ny«h.r. in J.p.n. It i,. on th. contr.ry. .nthu.i..tic.lly 
•upportod by „.t „d P.0P1. h.v. d.,i..d v.riou. „.n. to cop. .ith th. ruU. 
of th. g« thi. .y.t„ i;.p„„. on th... Th. Ubor ,.rk.t i. th. «jor 
«ch.ni.. by .hich th. n.,«lit. popuUc. tri.. to «ttl. .ith th. ..cond. 
third, .nd n-th b..t out.id. "th. «,d.l p.th. "In th.« circu..t.nc... on. 
»«ld ..pect . ri.in, d.„nd for "..lf-h.lp .duc.tion .nd tr.inin, 
opportuniti.. to cop. .ith th. rigiditi.. of th. „nilin..r .y.t.. ..p.ci.lly 
-»n th. .,.ploy«nt .nd .t.n.gr.phic .tructur.. f.c. .„or-,u. -.dific.tion. 

Thi. .1«. iaipli.. th.t th. uM of Ubor „rk.t. c.rri.r. . d.gr.. of 
«.ci.l .tig... .. „„thing dUtinctly b.n..th th. dignity of th. f..hion.bl. 
P.0P1.. Th. low pr..tig. of Ubor «rk.t.d rub. it..lf on th. Mini.try of 
Ubor. .hich i. th. .Uy .nd ov.r...r of th... n,u.. th. Mini.try of Ubor 
.nd. up doing 1... d..ir.bU «rW th.n th. Mini.try of eduction. A rc.ult i. 
. 1... th.n p.rf.tt .rtlcuUtion b.t«.n th. .duction.l .nd ..ploy«„t 
experience of many Jepenete* 
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